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ABSTRACT
This study examined the prevalence of job-related

stress among public service employees. Previous research
has shown that those professions dealing with the public

often induce the highest stress levels due to
organizational structure, long hours, and varying shifts.

A survey was distributed to convenience sample comprised

of individuals attending classes at California State
University, San Bernardino, law enforcement dispatchers,

fire department dispatchers, medical professionals as well
as transportation agency personnel (N = 151). The overall

response rate was 100%. Through a series of ANOVA's,
several significant relationships were discovered: weapon
carriers reported a higher positive job environment;
divorced participants and criminal justice personnel were

more dependent on alcohol; public service employees tended

to report working in more positive environments; and,
males reporting more negative stress coping behaviors and

higher alcohol dependency. Moreover, the relatively small
number of people within each public sector may detract
from the generalizability of these results; subsequent

research utilizing larger samples, with a greater

proportion of weapon carrying personnel, is essential.
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CHAPTER ONE
INTRODUCTION
Public service employees, including those employed as
peace 'officers, dispatchers, transportation personnel, and

individuals in healthcare, are faced with a multitude of

stressors in their line of work. Many of these employees
are responsible for lives on a daily basis, and therefore

need to remain alert and engaged while executing their
duties. Job stress, if left untreated, can potentially

lead to increased levels of fatigue, a lack of

concentration as well as the depersonalization of clients.

If.such employees succumb to the effects of stress,
the safety of not only the employee but the populations

they serve will be compromised. Negative encounters with
the populations they serve, immense scrutiny by the

public, unpredictability as well as irregular shift work
and bureaucratic administrative policies (Maslach, 1978;

Cherniss, 1980; Farber, 1983) all have the potential to

lead to high levels of work-related stress. While these

employees work in various capacities, literature has shown
that exposure to these situations often leads to job

burnout, causing some individuals to engage in unhealthy

coping mechanisms such as heightened levels of alcohol
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dependency rather than seeking professional help in order
to cope with their stress. Of particular concern are

weapon-carrying individuals, whether it is in the capacity
of courts, corrections or as a police officer, as the

numbers of mental health illnesses among such employees
are steadily increasing (Barocas et al., 2009; Carlier et

al., 1997).

Public service employees that are required to carry
weapons often fall under the category of sworn personnel.
Upon being introduced to the sworn culture, officers may

feel that they are required to suppress their emotions,
exerting power and control in all encounters as a result
of pressure to appear fearless in front of their

colleagues. Carrying a weapon adds an additional stress

dimension to the cocktail of pressures facing public
service employees (Geiger & Reiser, 1984).

Job related stress has been shown to seep into

interpersonal relationships, leading to extremely high
levels of divorce as well as the deterioration of support
networks. These factors, coupled with a lack of action on
the part of administrators, more often than not lead to
job burnout, a condition that, if left unattended, may

pave the way for extreme consequences such as poor job

performance and the accumulation of mental health
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conditions. Public service industries are critical to
urban infrastructure and community health; thus, to

maintain a healthy workforce it is important to take a
closer examination of stress and preventative efforts

(Burke & Richardson, 2000).

This study used a convenience sample comprised of
working adults drawn from California State University, San

Bernardino, law enforcement and fire department
dispatchers, as well as, medical and transportation agency

professionals. Information was gathered through a
structured survey consisting of questions ranging from
type of job assignment to stress coping strategies and

alcohol dependency. A 100% response rate was achieved,
resulting in a sample of 151 individuals. Reliability

estimates were sufficient to conclude that index measures

of job stress, coping mechanisms, and alcohol dependency
were highly reliable.
Using a series of ANOVA's, several relationships were

found to be statistically significant, namely carrying a
weapon and positive job environment, alcohol dependency
and marital status, alcohol dependency and job industry,

gender and negative stress coping behaviors as well as
gender and alcohol dependency. Although some relationships
were not deemed significant, the results are notable in
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the insight they present, all of which can be seen as

beneficial to future studies.
The purpose of the study was to attempt to discover

the levels of stress affecting individuals employed

through a public service agency, as well as what types of
coping mechanisms are utilized to combat such stress.

While significant relationships were discovered for some
of the variables tested, further research including larger

samples of public service personnel, specifically weapon
carriers, is essential to understanding the prevalence of

stress in this field. Additionally, a larger sample would

potentially yield more variation in terms of work shift,
marital status as well as time with a current employer. It

is possible that individuals experiencing job-related

stress were reticent to answer honestly, potentially
affecting the results obtained.
As touched upon in this study, previous research has
shown that those faced with job burnout often become

desensitized, lackadaisical and in many cases, develop

depression and other mental health illnesses. Despite its
limitations, this study provides valuable insight into the
plaguing issue of stress and how it relates to those

working in the public service sector.
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CHAPTER TWO
LITERATURE REVIEW

Job Stress

Although stress and burnout can occur in relatively
any job field, those who work closely with the public,

specifically troubled individuals are more likely to

experience it. The unpredictability often associated with
such professions, in addition to long hours, shift work,

inadequate pay and a bureaucratic organizational
structure; often instill a sense of frustration among many

public service employees. By examining previous research

in this chapter, it is hoped that one may gain a better

understanding of stress and burnout as well as their roots
and potential effects.

Burnout is said to occur when an individual can no
longer cope with everyday stressors as "reflected in
psychological, behavioral and physical symptoms" (Johnson

et al., 2005, p. 6). Researchers began to focus on this
issue during the mid 1970's, positing that burnout occurs

as a result of the relationship between environmental and

individual factors (Farber, 1983). Burnout symptoms range
from physical or mental fatigue, depersonalization, as
well as lowered sense of accomplishment. Individuals
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experiencing burnout may appear to be rigid, pessimistic,

cranky, and resistant to input (Cherniss, 1980;
Freudenberger & Richelson, 1980). When considering sworn

public service employees, it has been noted that within
the first 18 months of duty individuals become

desensitized to the situations they encounter in the field
and as a result become hardened in their perspective. Once

the enthusiasm for the job begins to subside, they begin
to lose concern for their clients in turn developing a

'who cares?' attitude (Fraser, 1983; Stinchcomb, 2004).
For those experiencing burnout in public service

professions, the signs can range extreme fatigue, to a

heightened sense of cynicism and detachment from the
population they serve (Asberg et al., 2008). Individuals

may dread going to work, in addition to growing
increasingly tired throughout the duration of their shift

leading to "clock-watching" (Cherniss, 1980, p. 7), in
turn raising productivity and potentially safety concerns
for both the employee and the population of a given

jurisdiction (Farber, 1983). Additionally, those plagued

with this problem often begin to see people as objects

rather than human beings, decreasing their level of
tolerance and increasing the incidence of confrontation
(Maslach, 1976). There may be a tendency to question the
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motives of others as stress and burnout may lead to
skepticism, paranoia, and suspiciousness.

Aside from burnout lowering an individual's ability
or desire to effectively assess and respond to situations

in the field, it has been found to affect relationships
with spouses and children. Those experiencing burnout were

more prone to display feelings of anger, withdraw from

family matters and functions as well as spend more time
away from their home (Burke, 1987; Burke, 1998; Miller,
2007). Burnout, when combined with the aforementioned

stressors, can lead to feelings of depression and
hopelessness, potentially leading mental health conditions
and various unhealthy coping mechanisms including alcohol

dependency.
Theoretical Background

Previous researchers have cited many theories in an

effort to explain the job stress/burnout epidemic as well
as its contributing factors. Social Isolation theory
(Violanti, 1997) proposed that police officers are
isolated from society and their support systems as a
result of their jobs and the police culture, in turn

heightening the probability for burnout and unhealthy
coping mechanisms. Although the aforementioned research
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examined social isolation in regards to the field of
policing, other public service agencies, namely

correctional facilities, dispatch centers and other

government entities operate under the same type of ideals,

in turn engulfing its employees in a work culture in which

outside individuals have difficulty relating.
Institutional theory has been related to public

service agencies in the sense that they are complex

institutions with their own sets of values, in which
members are rewarded for adhering to structures and

processes (Crank, 2003). Government agencies tend to

operate under a centralized authority system, in which
front line employees are given little or no say in the
decision making process. As a result, many individuals may

feel powerless in their ability to make decisions, in turn
creating separation between administrators and field
employees. By providing survey participants with the

opportunity to answer questions regarding administrative
support, it is hoped that the researcher will gain a more
thorough understanding of this issue.

Occupational Stress theory (Johnson et al., 2005)
hypothesized that when individuals cannot cope with

stressors and strains they experience burnout, which is
said to be more common among individuals who work in
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public service organizations. High levels of job stress
and burnout, characterized by depersonalization and

emotional exhaustion, havd been correlated with alcoholism
and marital problems (Johnson et al., 2005).

Influences and Unhealthy Coping Mechanisms
While there are many issues that can affect one's
resiliency, stressors such as pressure stemming from the

volume and demands of public service work, a lack of peer
support, alcohol dependency and

organizational/bureaucratic conflicts have been cited as
being the most prevalent (Lester, 1982). While the

researcher is seeking insight regarding all public service
employees, of particular interest is the stress

surrounding weapon-carrying individuals, specifically

those in the criminal justice system.
Police Culture

Upon entering a law enforcement organization,
officers are encompassed within a culture that perpetuates

feelings of massive strength and no weaknesses (Ussery &

Waters, 2007) . From their initial recruit training,
officers are made to believe that they are beyond harm, a

feeling that is solidified with extensive self defense and

weapons training. Upon completion of the academy, rookie
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officers are strongly attached to the police role, making ,
it extremely difficult to function in any other
environment (Violanti, 1997).
Due to the unpredictability of police work, officers
are conditioned to treat each citizen with extreme

caution, resulting in a hyper vigilance that prevents

rational decision making in off duty situations (Johnson
et al., 2005). Many officers feel that no one but their
fellow personnel have the ability to relate to their

experiences, including the irregular shift work, potential
danger as well as bureaucratic structure of police
organizations .

As a result, it is difficult for many officers to
develop friendships outside of the law enforcement
community, further strengthening the ties to police

culture. Ultimately, law enforcement officers are expected

to maintain loyalty to one another despite the
circumstances (Woody, 2006), resulting in a 'we versus
them' mentality (Johnson et al., 2005). This leads to
mistrust for anyone other than law enforcement personnel,

causing personal relationships to deteriorate over time
(Woody, 2006).

10

Alcohol Dependency

Heightened levels of stress often lead to frequent

alcohol consumption both at work functions, as well as off
duty settings. Like police officers that deal with the
public on a daily basis, others working in the public

service sector also encounter constant stress as a result
of long hours and unpredictability. Such issues increase
their vulnerability to burnout as well as dangerous coping

mechanisms such as alcohol abuse (Kontos et al., 2008).
Traditions such as promotions, transfers and off

probation parties often revolve around alcohol

consumption, with most celebrations being held in a bar

setting (Davey et al., 2001). When considering police
work, new recruits often become deeply immersed in police
culture as well as alcohol related traditions upon
completion of their probationary period. Activities of

this type only strengthen the dependency on alcohol for
celebration as well as stress relief for individuals
experiencing job burnout. In Davey's et al.

(2001) study,

76% of police officers remarked that alcohol was readily

available at work on social occasions, with 44% indicating

that they have witnessed a coworker drinking alcohol prior
to the beginning of a shift (Davey et al., 2001).
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The majority of individuals who use alcohol as a

coping mechanism do so in order to relieve work related

stress, often consuming in excess and self-medicating in
an effort to feel good. Despite the instant gratification

produced by this type of substance, frequent alcohol

consumption has shown to lead to major problems such as
declining work performance and spousal assault (Ussery &
Waters, 2007). Regardless of the dangerous effects of

alcohol dependency, those experiencing such work-related
stressors continue to drink heavily both on and off duty,
with alcoholism being the most commonly seen outcome
resulting from work related stress (Johnson et al., 2005).
Organizational Stressors

While working with the public, at times the most

dangerous populations, surely causes an immense amount of
stress, it is also the case that organizational influences

create an equal or greater amount of stress in public

service personnel. The majority of media attention is

focused on critical incidents or scandals surrounding

mistakes, yet it has been found that the day-to-day
bureaucratic stressors tend to have the most harmful

effects (Cherniss, 1980; Stinchcomb, 2004) .
Aron & Violanti (1993) posited that organizational
stressors refer to "those events precipitated
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by... administration that are bothersome to the
organization" (p. 900). Managerial structure (Collins &
Gibbs, 2003), unsupportive supervisors, difficult

administrative policies (Leon et al., 2002), equipment
problems (Lester, 1982) and uncooperative coworkers have
all been cited as major organizational problems for police

officers (Stinchcomb, 2004) as well as other facets of the
public service sector.

When faced with policies that limit their abilities,
micro managing superiors as well as stringent disciplinary

tactics, public service employees, particularly sworn
officers, begin to feel as if their own department is

against them (Stinchcomb, 2004). Many weapon carriers feel
that while they are provided with a firearm and law

enforcement powers, administrators still control all

decisions relating to their duties, in turn limiting their

involvement and input (Cheniss, 1980; Stinchcomb, 2004).
Disciplinary practices tend to make one feel that their

organization gives them little independence in terms of
decision making, in addition to feeling as if they are
scrutinized for every action rather than being trusted to

make the right choices (Stinchcomb, 2004). Also, many feel
that supervisory personnel will protect the image of their
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department at any cost, including the well being of its
members (Violanti, 1997).

As a result of these issues, the gap between
administrators and front line workers is so immense;
morale begins to take a steep decline. Davey et al.

(2001)

stated that increased occupational demands lead to burnout
and increased alcohol consumption, issues which have

previously been shown to place strain on interpersonal
relationships and potentially lead to depression and/or
other conditions. Aron and Violanti (1993) found that

inadequate support on behalf of the department,
incompatible coworkers, insufficient personnel, excessive
discipline and inadequate support by supervisors were
among the highest ranking causes of stress. Essentially,

pressures from administration and a bureaucratic top to
bottom structure have been identified as correlates to

burnout and unhealthy coping mechanisms (Violanti, 199'5) .
Why Individuals are Reluctant to Seek Help

While the majority of public service employees

experience stress during their careers, many

organizational and cultural factors influence those
affected into believing that seeking assistance for their

burnout would be detrimental rather than beneficial. Many
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are non-desirous of treatment for fear of losing their

jobs or having their problems exposed to other department
members (Baker & Baker, 1996). Additionally, many feel
that seeking treatment would show deficiency in their

ability to do their job, in turn resulting in a demotion

or firearm restriction for sworn officers (Leon et al.,
2002) .

Most public service employees want no sign of
psychological illness on their employment record, as it

may affect future promotional opportunities as well as
acceptance by fellow department members (Woody, 2006). The
reluctance to seek treatment stems from the belief that
only the weak experience stress, and that showing no

emotion is indicative of courage and strength (Ussery &

Waters, 2007). Although this type of thinking is most
prevalent in law enforcement, dispatchers (Burke, 1995)
and various other public service employees also fear

having any problems exposed due to the risk of
reassignment to a "less stressful" position.
As previous research has shown, public service

employees deal with high levels of stress not only in
their dealings with the public, but in their relationships
with administrators as well as policies and procedures

that they are required to abide by. For many, burnout, a

15

lack of supervisory support as well as the emotional

detachment often become too much to bear, resulting in
mental instability, depression and a dependency on

alcohol. Although many departments choose to ignore the

fact that many of its employees have fallen victim to such
stressors, it is imperative that they provide training to
all employees in the realms of burnout, stress management

and positive stress coping behaviors. By doing so,
administrators can ensure that workers are not only

trained to handle scenarios in the field, but also the

stressful obstacles that may occur off duty.
Proposed Study Hypotheses
The above literature review makes evident that public

service employees experience large amounts of stress due

to the pressures organizational culture and lack of
administrative support. As a result, many of them

encounter feelings of burnout, often leading to the
introduction of unhealthy coping mechanisms as a way to

deal with job stress. It has also been shown that
individuals are often unwilling to seek the support of

family members or department programs when dealing with
stress, in turn increasing the propensity for depression

and ultimately suicide. Based on the aforementioned
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literature review, several research hypotheses will be
explored in the proposed study.

Hypothesis 1: Married individuals will have lower

rates of negative stress coping behaviors than
individuals in other marital status categories.

Hypothesis 2: Divorced individuals will have higher

rates of negative stress coping behaviors than
individuals in other marital status categories.

Hypothesis 3: Married individuals will have lower

rates of alcohol dependency than individuals in

other marital status categories.
Hypothesis 4: Public service employees will report a
negative job environment more frequently than
those in the private sector.

Hypothesis 5: Criminal justice employees will report

higher rates of alcohol dependency than both
other public service and private sector

employees.

Hypothesis 6: Weapon carriers will report higher
rates of negative stress coping behaviors than

non weapon carriers.

Hypothesis 7: Weapon carriers will report a negative

job environment more frequently than those in
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both other public service and private sector

employees.

Hypothesis 8: Female participants will report higher
rates of positive stress coping behaviors than
male participants.

Hypothesis 9: Individuals working day shift will
report lower rates of alcohol dependency than
other shifts.

Public service work is inherently stressful, yet
there is limited research available as to which coping

mechanisms are utilized as well as the prevalence of job
stress among private versus public service employees. It

is essential that issues such as the perception of

negative job environment, alcohol dependency, as well as
positive coping behaviors be examined. By looking closely
into such stressors, a better understanding can be reached

as to why individuals dealing with the public resort to

unhealthy coping mechanisms.
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CHAPTER THREE
METHODS
Data were collected for this study through a survey

administered to a convenience sample (Kalton, 1983)
consisting of students from the Criminal Justice

Department of California State University, San Bernardino,’
as well as law enforcement dispatch, medical
professionals, and transportation agency personnel. By

requesting participation from various types of public

service professions as well as others working in the
private sector, a clear comparison would be obtained.
Discussed below are: more details regarding the survey
administration, detailed explanation of the key variables

of interest including a reliability assessment for index

items, and a description of the sample.
Data Source

Structured surveys including debriefing and consent

statements were administered to 151 people with a 100%
response rate during the week of April 5-12, 2010. Three
methods were used to administer surveys: surveys were

administered to students attending three Criminal Justice

classes (CJUS 354 Victimology, CJUS 455 Forensic
Profiling, and CJUS 311 Research Methods in Criminal
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Justice); surveys were distributed to colleagues working

as dispatchers for two Sheriffs' and fire departments; and

finally, surveys were also administered to individuals
working within a hospital environment and a major railroad

transportation agency. The surveys were not coded by
administration method so as to further protect respondents
due to human resource concerns. Class administration was

done in a group format whereas all other survey

administration was individual with response returned via

stamped, self-addressed envelopes. The three courses
chosen for survey administration were all upper division
criminal justice classes because it was thought that these
sessions would provide the best opportunity to capture a

wide range of older students that might be employed in the

public sector. In total, 38.8 percent of the sample worked
in for a public service agency, with all others indicating
they were part of the private sector.

Variables
Participants were initially asked questions regarding

their current job assignment, including percentage of time
spent dealing with the public, shift and length of

employment, as well as whether or not their duties entail
carrying a weapon (see Appendix A). Demographic
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characteristics were also captured in the survey; these
items included: year of birth (to calculate age), marital
status, gender, and job industry.. Key variables requiring

detailed explanation measured job related stress, coping

strategies, and alcohol dependency. All concepts were

measured with additive indices. A reliability analysis

follows the description of these variables.
Key Variables
Job Environment (Stress)
Job stress was measured with a series of 15

statements ranging from "Strongly Disagree" to "Strongly
Agree" on a -2 to a +2 scale. A positive environment was

measured with 5 indicators summed to generate a total

score. For example, respondents were asked how much they
agree with the statements: "I plan on seeking promotion
and/or advancement during my career with this agency" and
"my experience and opinion are valued by my co-workers".

On average, the sample had a low score (mean = .58 with a

standard deviation of 3.8) on the index with a possible
range of -10 to +10 points (Table 1).

Negative work environments were gauged with 10 items
summed to produce an index score ranging from -20 to +20;

though the highest score observed was 13 points. The
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average score was -3.0 (standard deviation of 6.7). These
items included statements such as: "It is hard for me to
spend time with my family because of the work demands

(i.e. shift, travel requirements, etc.)"; "There is always
someone watching over my shoulder to see if I do
everything correctly; and, I am so busy at work I often
have to work through my breaks just to keep up.

Coping Strategies
The use of coping strategies was measured in several

ways: two additive index items and a self-nominated list

(see Table 1). Index items were formed from answers to a
series of questions regarding activities they may engage

in during a typical week. Respondents were asked how
often—answers ranged from "Never" to "Daily" on a 0 to 4

scale—they spent time in a variety of activities thought
to reduce stress (e.g., meditating, playing with pets,

attending community events, eating meals with family or

friends, exercising). The negative stress coping index

included 2 items considered to be addictive and

potentially detrimental to one's health (e.g., surfing the

internet and drinking alcohol); the average score was 3.15
on the index that ranged from 0 .to 8 points. The positive
stress coping index included 9 items; the average score
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was 13.8 points with participant scores ranging from 0 to

26 points.

Individuals were also given three blank spaces to
fill in any particular stress management strategies they
may use, which were then coded into different categories

(see Appendix B).
Alcohol Dependency

Alcohol dependency will be measured using the AUDIT
test as developed by Babor et al.

(1993) as a groundwork,

which consists of ten questions geared toward determining
one's dependence on alcohol. The AUDIT defines a standard

alcoholic drink as having approximately 10 grams of pure
ethanol, with the most common beverages such as one bottle

of beer, a glass of wine and a shot of spirits all
containing approximately 31 grams of ethanol. In this
survey, respondents were provided with a series of five

statements inquiring about how often certain situations
occurred over the last year, ranging from "Never" to

"Daily" on a 0-3 scale. The average score was .5 with a

standard deviation of 1.4. In general, few respondents
indicated high alcohol dependence.
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Table 1. Descriptive Statistics for Continuous Variables
Variables

Mean

N

SD

Min. Max. Skewness

CONTROL MEASURES

Age (yrs)

19

59

3.06

2.93

0

20

2.57

134 71.18 36.17

0

100

-.91

-8

8

-.15

145 25.09 6.17

Length of Employment (yrs
134
in current position)
Time Spent Interacting
with the Public (% of
day)

3.46

INDEPENDENT MEASURES

Positive Job Environment
Index

146

Negative Job Environment
Index

145 -3.01 6.73

-20

13

-.26

.50

1.35

0

12

5.25

3.15

1.45

0

7

.01

151 13.82 5.11

0

26

.16

.58

3.81

DEPENDENT MEASURES

Alcohol Dependency Index

146

Negative Stress Coping
Behaviors Index (Neg. SCB 151
Index)

Positive Stress Coping
Behavior Index (Pos. SCB
Index)

Reliability Assessment
In order to determine whether the index items were
stable, a Cronbach's Alpha Reliability Coefficient was
calculated. As listed in Table 2, the Cronbach's Alpha

Reliability Coefficients were found to be .60 or higher
for each of the index items with the exception of the

Negative Stress Coping Behaviors Index (.177). However,
significance tests confirmed greater between individual

variance than within person responses for all index items.
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It is possible that Negative Stress Coping Behaviors
achieved a low score due to the scale only containing two

items; however, it would require further testing. Such

overall results allow one to conclude that the survey
instrument can be considered reliable and safe for future
use upon examination and modification of the unreliable

index items.

Table 2. Reliability Estimates for Index Items
N

No. of
Items

Alcohol Dependency Index

146

5

*
4.95

.796

Positive Job Environment Index

146

5

**
12.60

. 669

Negative Job Environment Index

145

10

**
11.70

.741

Negative Stress Coping Behaviors
Index

151

2

**
200.99

. 177

Index

F

0(

Positive Stress Coping Behaviors
151
9
**
40.04
.638
Index
Notes: All indices are additive. Analysis of variance estimates
examine the within person versus between person difference;
significant F values are coded as: * p < .05; ** p < .01

Sample Description
As listed in Table 1, the mean age was 25.09 years

with individuals working in their place of employment for

3.46 years on average. The majority of respondents spend a
large amount of time dealing with the public, with a mean

of 71.18%. As indicated in Table 3, only 34.2% of

25

participants are required to complete supervisory duties,

with 43.1% advising that they must find a replacement to

complete their duties in the event that an emergency
occurs. Less than 50% of those surveyed are public service
employees, with an extremely low 3.4% being weapon

carriers. Notably, the majority of the sample (61.2%)
consists of females.

Table 3. Description of Discrete Variables
Percent

N

Supervisory Position

34.2

146

Must Find Replacement (if leaving due to
emergency)

43.1

144

Public Service Employee

38.8

147

Carries Weapon

3.4

147

Female

61.2

147

Married/ Partnered

23.8

148

Evening or Night Shift

62.7

142

Variables
CONTROL MEASURES

INDEPENDENT MEASURES

One-tailed inter-item Pearson Correlation
Coefficients were calculated to assess whether any

significant multicolinearity existed among variables
examined (see Appendix C). The values of this type of

correlation fall between -1 and +1, with values possessing
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significance <.05 deemed significant. No problems were

found.
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CHAPTER FOUR

RESULTS
While the primary interest was to identify differing

stress impacts between public and private sector workers,
a range of questions were examined. Most analyses reported
below were based on ANOVA's. In total, 9 hypotheses were
examined to explore how various individual

characteristics, employment issues, and employment
stressors were correlated with the use of poor coping
strategies and alcohol dependence. Although differences in

mean scores are evident throughout each of the index items
(Tables 5-9), only a few items were found to be
statistically significant (Weapon and Positive Job

Environment, Alcohol Dependency and Marital Status,
Alcohol Dependency and Job Industry, Gender and Negative

Stress Coping Behaviors, Gender and Alcohol Dependency).
Weapon

As seen in Table 4, an ANOVA was calculated in order
to examine the relationship between the indexed items and

whether an individual is required to carry a weapon while
completing their duties. Although mean differences were

observed in all categories, the largest were seen while
examining Negative Job Environment Index (No
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Weapon = -3.17, Carries a Weapon = .80) as well as
Positive Job Environment Index (No Weapon = .43, Carries a
Weapon = 4.00) . Positive Job Environment Index was found

to be the only significant relationship (p < .05), with
those carrying a weapon reporting a more positive job
environment than unarmed individuals.

Table 4. Analysis of Variance for Weapon

Positive SBC
Index

No Weapon Required

Negative SBC
Index

No Weapon Required

Neg. Job
Environment
Index

No Weapon Required

Pos. Job
Environment
Index

No Weapon Required

Carries a Weapon

Carries a Weapon

Carries a Weapon

Carries a Weapon

No Weapon Required
Alcohol
Dependency Index Carries a Weapon

N

Mean

Std.
Deviation

F

Sig.

142

13.92

5.219

.316

.575

5

12.60

3.050

142

3.13

1.444

1.780

. 184

5

4.00

.707

138

-3.17

’6.754

1.668

.199

5

.80

6.907

139

.43

3.803

4.284

.040

5

4.00

3.082

138

.50

1.374

.026

.872

5

. 60

.894

Marital Status
As reported in Table 5, the largest mean differences
were noted within the Negative Job Environment and Alcohol

Dependency Indices as compared with Marital Status

(Single, Married, Divorced). While divorced participants
reported a higher Negative Job Environment Score (-5.95)
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than Single (-3.60) or Married individuals (-.77), the
relationships were just above the acceptable significance

level (p = .066). The Alcohol Dependency Index produced
highly significant results (p < .01), with Divorced

individuals possessing much higher scores (4.00) than

Single (.44) or Married (.37) participants.

Table 5. Analysis of Variance for Marital Status

Positive SBC Index

N

„
Mean

Std.
_ . . .
Deviation

F

Sig.

Single

108

13.92

5.311

1.636

.198

Married

36

13.81

4.481

4

9.25

1.708

Single

108

3.18

1.471

.168

.846

Married

36

3.19

1.428

4

2.75

1.708

Single

105

-3.60

6.653

2.777

.066

Married

35

-.77

6.774

4

-5.95

5.513

Single

106

.31

3.800

.882

.416

Married

35

1.26

3.928

4

1.25

3.403

108

.44

.989

11.977

.000

35

.37

.843

3

4.00

6.928

Divorced

Negative SBC Index

Divorced
Neg. Job Environment
Index

Divorced

Pos. Job Environment
Index

Divorced

Single

Alcohol Dependency Index Married
Divorced
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Job Industry
Job Industry, partitioned into Other Public Service,

Criminal Justice and Private Sector personnel displayed no
significant relationships with any of the indices

developed for this study (see Table 6). While Other Public
Service professionals achieved higher mean scores on the
Positive Stress Coping Behavior (15.03) and Negative Job

Environment (-3.44) scales, those employed in the private

sector were slightly above other industries when examining
Negative Stress Coping Behaviors (3.90). Although none of
the relationships were found to be significant, it is

important to note that Criminal Justice personnel achieved

higher scores in the Positive Job Environment (1.57) and
Alcohol Dependency (1.00) indices.
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Table 6. Analysis of Variance for Job Industry
N

Mean

Std.
Deviation

F

Sig.

34

15.03

5.01

1.385

.254

23

13.20

6.40

Private Sector

90

13.43

4.76

Other Public

34

3.47

1.62

1.254

.288

23

2.90

1.56

Private Sector

90

3.90

1.34

Other Public

34

-3.44

6.15

.798

.452

Crim. Justice

22

-1.32

6.00

Private Sector

88

-3.21

7.13

Other Public

34

.85

3.62

1.343

.264

Crim. Justice

23

1.57

3.74

Private Sector

88

.18

3.90

Other Public

34

.21

.54

2.368

.097

22

1.00

2.73

89

.48

1.00

Other Public
Positive SBC Index Crim. Justice

Negative SBC Index Crim. Justice

Neg. Job
Environment Index

Pos. Job
Environment Index

Alcohol Dependency
Crim. Justice
Index
Private Sector

Gender

Among the most surprising of results was that of
Gender, with significance being evident in two of the five
indices, closely missing the acceptable significance level
for another (Table 7). Males had a slightly higher mean on
the Positive Stress Coping Behavior index (14.75) with a

significance level of .053. Additionally, male
participants had a higher Negative Stress Coping mean

score (3.98), a relationship calculated as being highly
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significant (p < .01). Males maintained their higher mean
scores with the remaining indices, most notably in regards

to the Alcohol Dependency Index (.86), a relationship
deemed significant as well (p < .05).

Table 7. Analysis of Variance for Gender
N

Mean

Std.
Deviation

F

Sig.

Male

57

14.75

5.256

3.807

.053

Female

90

13.08

4.906

Male

57

3.98

1.369

Female

90

2.65

1.280

Male

55

-3.62

6.312

Female

88

-2.58

7.041

Male

56

.81

3.759

Female

88

.45

3.876

Male

56

.86

1.920

Female

89

.28

.738

Positive SBC Index
35.633 .000

Negative SBC Index

.809

.370

.305

.582

6.507

.012

Neg. Job Environment Index

Pos. Job Environment Index

Alcohol :Dependency Index

Shift
The higher average mean scores were relatively mixed

when compared to differing shifts, specifically day shift
and all others (Table 8). Those working daytime hours had

a higher mean score in terms of Positive Stress Coping

Behaviors (14.29) than individuals from other shifts
(13.68), as well as a higher Positive Job Environment
score (.73) than others (.44). Other shifts reported more
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Negative Stress Coping Behaviors (3.26) than day shift
personnel (3.06) as well as more of a dependency on

alcohol (.60). Despite these findings, none of the
relationships were deemed significant.

Table 8. Analysis of Variance for Shift
N

Mean

Std.
Deviation

F

Sig.

Day Shift

53

14.29

5.543

.456

.501

Other Shifts

89

13.68

5.024

Day Shift

53

3.06

1.634

. 636

.427

Other Shifts

89

3.26

1.318

Day Shift

50

-3.48

6.547

.211

. 647

Other Shifts

88

-2.92

7.057

Day Shift

51

.73

3.821

.177

. 674

Other Shifts

88

.44

3.944

Day Shift

50

.36

.802

. 984

.323

Other Shifts

88

.60

1.616

Positive SBC Index

Negative SBC Index

Neg. Job Environment
Index
Pos. Job Environment
Index

Alcohol Dependency
Index

Although only some of the relationships were

determined to be statistically significant, they pave the
way for future research regarding the issue of job stress,

specifically how it affects those dealing with individuals

in a public service capacity.
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Discussion
The purpose of this study was to examine the

prevalence of job stress among public service employees,
as well as the type of coping strategies utilized to

combat heightened levels of stress, namely job burnout.
Previous research has shown that individuals working in

public service professions often experience increased
levels of job stress due to shift work, immense

unpredictability surrounding work volume and situations in
the field, as well as the bureaucratic structures of

government agencies (Best et al., 2002). As a result of
such stressors, many who fall victim to burnout engage in

negative stress coping behaviors which range from a
pessimistic attitude, to increased alcohol dependency,
isolation from friends and family as well as mental health

conditions (Maslach, 1978). By distributing surveys to
individuals in both the private and public sector, it was

anticipated that a better understanding as to the levels
of stress affecting employees, as well as the manner in

which they choose to cope with such issues, would be
developed. Several significant findings were discovered,

all of which present insight into the epidemic of job
stress, as well as opportunities for improvements on the

part of administrators.
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Implications of Significant Findings
Weapon
As previously noted, weapon-carrying public service
employees achieved a higher mean score in terms of

Positive Job Environment which was also considered to be

significant. While this result is statistically sound, it
is possible that the limited number of weapon carriers

participating in the study (3.4%) did in fact heavily skew
the results. By including more armed personnel in future

studies, it is hoped that a better understanding of such

individuals can be gained. If the results are in fact
reflective of the general weapon-carrying population, it
is probable that better programs may be available to such

personnel, as well as well rounded training encompassing
not only field tactics, but interpersonal and

communication skills as well. As previously mentioned,
Hypothesis 6 stated that weapon carriers would have higher
rates of negative stress coping behaviors than non-weapon
carriers. While this is supported by the results, it was
found to be insignificant. Similarly, Hypothesis 7 stated

that weapon carriers would also report a negative job
environment more frequently than non-weapon carriers. This
does not appear to be supported, nor is it significant as

based on the calculations derived. As previously stated,

36

many sworn employees feel the need to mask their feelings
and appear fearless in front of their coworkers (Geiger &

Reiser, 1984). This issue, coupled with the dangers of
such work, may have played a significant role in the

relationship between carrying a weapon and reporting a

negative job environment.
Marital Status
Divorced individuals were found to have much more of

a dependence on alcohol than both single and married

individuals, results also calculated to be highly
significant. As with the case of weapon carriers, the

sample of divorced individuals was extremely small, in
turn greatly influencing average scores. Many explanations
for such disparities exist, one being a lack of a support

system from a spouse and/or children (although an item
regarding number of children was not included in this

survey), in turn inducing more drinking behavior.
Additionally, those not in a marriage may have more

available time for social activities, potentially
increasing the opportunities for alcohol consumption. By

reaching out to more divorced individuals, such
conclusions can be examined more closely. Hypothesis 1

posited that married participants would report negative
stress coping behaviors less frequently than other
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individuals in other marital status categories. This
statement was found to be false and insignificant as based

on the calculations. Additionally, Hypothesis 3 stated
that married participants would have lower rates of

alcohol dependency than other marital status categories,
which is in fact supported by the significant results.

Lastly, Hypothesis 2 stated that divorced individuals

would report negative stress coping behaviors more
frequently than other marital status categories. This

appears to be false and insignificant. As touched upon in
the discussion, providing more opportunities for

family-type events as well as discounts for various

activities may in fact assist in the maintenance and
solidification of marriages. Such efforts require more

attention on the part of administrators.
Job Industry

Although no significant findings were discovered,

those employed in the criminal justice field achieved

higher mean scores in both the Positive Job Environment
and Alcohol Dependency indices. By including more criminal

justice personnel in a later study, the findings may yield
more significant relationships . Hypothesis 4, which stated
that public service employees would report a negative job

environment more frequently than private sector employees
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was in fact the case, however the relationship was

determined to be insignificant. Hypothesis 5 proposed that

criminal justice employees had higher rates of alcohol

dependency than those in other1 public service and private
sector positions, which was supported although
insignificant. Organizational structure, coupled with long

hours and the stress of dealing with the public can be
seen as likely causes of such negativity (Burke &
Richardson, 2000).
Gender

Male participants were found to engage in more
Negative Stress Coping Behaviors in addition to having

more of a dependency on alcohol than their female
counterparts. Based on these results, it is likely that
female participants engage in more constructive activities

to relieve stress such as physical activity and various
other types of relaxation techniques. In conjunction, it
does not appear that they rely on alcohol as stress relief

as much as male participants. While there were a larger,
percentage of female respondents, it is not believed that

they were not overrepresented in the sample. Hypothesis 8,

which remarked that female participants would report a
higher frequency of positive stress coping behaviors was
found to be false and insignificant, although it is
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important to add that females did report a lower negative
job environment.

Shift

No significant findings were discovered while
examining shifts, although there were marked differences

in the mean average scores. As with all of the other
indices, a larger sample would potentially produce more

significant and cohesive results. Lastly, Hypothesis 9

stated that those working day shift would have lower rates
of alcohol dependency than those working other shifts.

While this finding did support this hypothesis, it was
found to be insignificant.
Limitations of the Findings

Although the researcher received 100% of responses

from survey participants, there are limitations
surrounding the study which one should consider while

examining the findings. This survey was only conducted
once per group of participants; therefore there was no

risk of maturation or mortality, in turn potentially
affecting the validity of the study. One may expect that
the results obtained from this study will be applicable to

larger public service populations; however it must also be

considered that a large percentage of personnel who are
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experiencing high levels of job stress, burnout or alcohol

dependency potentially did not answer the survey honestly.

As previously stated, the Negative Stress Coping
Behavior index was deemed unreliable upon calculating the

Cronbach's Alpha. It is likely that due to this index only
having two options listed, the scale did not possess
sufficient items needed to accurately assess the

prevalence of negative coping behaviors. By adding more
behaviors to this index, it is hoped that a more cohesive
and reliable scale will be achieved.

Secondly, it is recommended that any future research

include several more public service agencies, ranging from
the city to federal level if at all possible. By utilizing

a convenience sample that consisted of a number of
students, the ideal sample was not achieved. While

including such a sample did in fact give much needed

perspective on the differences between public and private
employees, a larger portion of public service agency

personnel would have been beneficial.
In conjunction with the aforementioned limitation

regarding the sample, only a minute number of participants

identified themselves as weapon-carrying employees. It was
initially hoped that the researcher would garner a better

understanding as to which stressors affect sworn
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individuals, as well as which coping behaviors they choose
to engage in. Although interesting findings were

uncovered, it is apparent that the sample size of

individuals carrying weapons was in fact too small to
reach any major conclusions. By seeking out more public

service agencies that employ sworn individuals, it is
hoped that this issue will be rectified for future

research.
Implications for Administrators
Although very few significant relationships were
found in this study, those that were discovered do in fact

present important implications for administrators in the
public service field. Although government agencies,

particularly law enforcement officials, will often go to
any extent in order to protect their department's image
and deny that the potential for negative stress coping

behaviors exist, it is imperative that they take the
appropriate steps to recognize stress related symptoms

such as burnout and alcoholism before they are beyond

repair.
Alcohol dependency, an issue that has been

identified, as a dangerous side effect of high stress
levels, should be examined not only as a stress relief,
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but also as a social component of many government

agencies, most notably law enforcement organizations
(Davey et al., 2001). Healthier alternatives should be
introduced in such a way that they combat stress in

addition to being seen as positive strategies. By

presenting such options in a training environment for both
new and senior employees rather than after an incident
occurs, employers can attempt to ensure that educational

measures will prevent abuse down the road.

Additionally, studies note the fact that regular
physical activity reduces stress and improves mental
health, a practice which would be beneficial to all public

service employees (Collins & Gibbs, 2003). By offering
discounted gym membership packages, health fairs and more

conveniently, on site fitness equipment, agencies can do
their part to promote physical activity for their

employees. While the financial investment would initially

be great for many struggling public service agencies, it

would provide immense long terms benefits such as less

work-related illnesses, lowered stress levels and reduced
sick call ins. Individuals experiencing burnout cite rigid
organizational policies and a lack of supervisory support

as major stressors, therefore it is important for
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administrators to devise policies that promote job

satisfaction and increase morale (Aron & Violanti, 1993).
For most individuals, the idea of seeking treatment

for stress related problems is out of the question due to

the possibility of being exposed, losing opportunities for
promotion or worst of all, being deemed unfit for duty.

Mental health education should be implemented for all

employees, stressing the fact that asking for help does
not signify weakness; rather it shows immense courage and

strength (Baker & Baker, 1996). Administrators should make
it a point to stress confidentiality, the availability of

help as well as the fact that seeking treatment will not

result in termination or demotion (Baker & Baker, 1996).

Mental health programs should be implemented early in
training and continued throughout employment in order to
ensure that employees are continuously reminded of ways to
battle stress productively. Administrators should be
trained in the realms of stress and alcohol dependency

(Ussery & Waters, 2007), in hopes that they will have the
ability to recognize such traits in their employees.
Prevention strategies should be proactive rather than

reactive (Stinchcomb, 2004), with services being offered

to staff year round rather than solely after the symptoms
of stress are visible.
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In regard to the promotion of a healthy family unit,

employers can potentially sponsor events such as company

picnics, family sports nights, potlucks as well as

discounted tickets for various theme parks in order to
assist in not only the increase in time spent with family,
but the availability of extracurricular activities.

When considering weapon carriers, individuals should
be aware of their role as law enforcement personnel, yet
it should also be stressed that it is not the only

important role in their lives (Violanti, 1997).
Ultimately, by being able to recognize and potentially
rectify problems such as alcohol dependency, stress and

burnout, as well as other organizational issues,
departments can do their part to treat individuals who

would otherwise resort to dangerous negative stress coping
behaviors. As previously stated, only a small number of
individuals fit into this category, however such actions
are still considered beneficial.
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CHAPTER FIVE
CONCLUSION
As previous research has shown, public service
employees deal with high levels of stress not only in
their dealings with the populations they serve, but in

their relationships with administrators as well as .

policies and procedures that they are required to abide by
(Cooper et al., 1995). For many employees in this sector,

burnout, a lack of supervisory support as well as
emotional detachment mandated by their roles often become
too much to bear, resulting in exhaustion, burnout,

heightened levels of alcohol dependency and in many cases,
the development of mental health conditions.

Although many departments choose to ignore the fact

that many of its employees have fallen victim to such
stressors, it is imperative that they provide training to
all employees in the realms of effective stress management

and positive coping strategies, as well as introduce the

skills necessary to recognizing symptoms of burnout prior
to the development of physical or mental conditions

(Hills, 1993) . By doing so, administrators can ensure that

employees are not only trained to handle scenarios in

46

their dealings with the public, but also the stressful

obstacles that may occur off duty.
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APPENDIX A
SURVEY
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SURVEY
The purpose of this survey is to examine how people working with the public deal with job stress.
The data will be used as part of my graduate thesis in an effort to determine the utility of various
stress reduction strategies in preventing burnout. This is a voluntary and confidential survey; your
individual answers will be kept confidential. If you feel uncomfortable with any of the questions
asked within this survey, please feel free to skip the question or stop the survey completely. The
risks to participating are minimal, as research procedures will keep your information private. The
benefit of participating is that you will aid in garnering a better understanding about the work
related issues that affect public service employees. Your participation is greatly appreciated and
should take no more than fifteen minutes of your time. This survey has been approved by the
Institutional Review Board of California State University.

To participate in this survey you must be over 18 years of age and currently employed with a public
service agency (i.e. law enforcement, fire department, city or county governance, transportation
agency).
Current Employment: The following questions ask about the nature of your assigned

duties.

1. What percent of your assigned tasks/ responsibilities involve dealing directly with the
public?_____________
2.

How much time do you spend on a typically day, working in the field, away from the office?
□ All day □ % of the day □ half of the day □ less than half □ none

3. Are you currently assigned supervisory duties?

□ yes

□ no

4. Are you required to find a replacement if you must leave work for an emergency?
□ yes
□ no
5. Which shift do you work? □ Day □ PM/Swing □ Graveyard □ Varying/ other
6.

How long have you worked for this department (in years)?

________________

7. Are you required to carry a weapon while completing your assigned duties?
□ yes
□ no
Stress Management Strategies: These items ask about the strategies typically used to

deal with work stress.
8.

In the space provided, please list the strategies you find most effective in dealing with work
stress.
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In a tv Dical week, on how many days you would

usually do the following activities?

a. Attend or organize social functions with
family or friends.

Never Once or
Twice

Few times

Almost
Daily

Daily

□

□

□

□

□

b.

Spend time with pets

□

□

□

□

□

c.

Participate in community events

□

□

□

□

□

□

□

□

□

□

d. Spend time on a hobby/hobbies (not sports
related)
e.

Physical exercise/play sports

□

□

□

□

□

f.

Go to church/worship or meditate

□

□

□

□

□

□

□

□

□

□

□

□

□

□

□

□

□

□

□

□

Eat a meal with friends or family

□

□

□

□

□

Drink alcohol

□

□

□

□

□

g- Sleep at least 8 hours a night (or day if
working night shift)
h. Spend some time relaxing and doing
nothing.
i. Watch TV or surf the internet
jk.
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Job Stress: These questions ask about level of stress that you experience in a typical week

at work.
10. Please read the following statements and indicate how much you agree.
Strongly
Disagree

a.

Since I’ve started working for this agency, 1
don’t keep in touch with many of my
non-agency friends.

b.

People outside of my industry can not relate
to my job demands.
There is a lot of variety/stimulation in my
assigned tasks.

c.

d.
e.

f.

gh.

i.

j.

k.

1.
m.
n.

My experience and opinion are valued by my
co-workers.
It is hard for me to spend time with my family
because of the work demands (i.e. shift,
travel requirements, etc.).
1 plan on seeking promotion and/or
advancement during my career with this
agency.
The public/clients that 1 encounter are very
appreciative of what 1 do for them.
1 am so busy at work 1 often have to work
through my breaks just to keep up.
If 1 have a bad day at work, 1 find myself
taking it out on my family when 1 get home.
1 am completed exhausted at the end of a
work day.
1 feel pressured to attend department social
functions regularly.
Drinking alcohol after a rough day at work
helps me to unwind.
My coworker’s do not work as hard or as
well as 1 do.
This agency is very efficient at handling
problems.

0. There is always someone watching over my
shoulder to see if 1 do everything correctly.
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□

Strongly
No
Disagree Opinion Agree Agree

□ .□ □ □

□
□
□
□

□
□
□
□

□

□ □ □ □

□
□
□
□
□
□
□
□
□

□
□
□
□
□
□
□
□
□

□
□
□
□
□
□
□
□
□
□
□
□
□

□
□
□
□
□
□
□
□
□
□
□
□
□

□
□
□
□
□
□
□
□
□
□
□
□
□

Alcohol Use: The following questions ask about your use of alcohol.

11. How often during the last year have these situations happened to you:
Never Monthly Weekly Daily

a. You were not able to stop drinking once you had
started.
b. You failed to do what was normally expected of
you because of drinking.
You needed a first drink in the morning to get
yourself going after a heavy drinking session.
You were unable to remember what happened the
night before because of your drinking.

A relative, friend or doctor was concerned about your
drinking and spoke to you about it.

□
□
□
□
□

□
□
□
□
□

□
□
□
□
□

□
□
□
□
□

DEMOGRAPHIC QUESTIONS

12. What year were your born?,______ :.
13. What is your marital status? □ Single □ Married or partnered □ Widowed

Divorced

14. What is your gender? □ Male □ Female
15. What industry do you work in?
□ criminal justice system □ transportation services □ health services □ fire prevention
□ city or county governance □ utilities
□ education
□ other:________________
Thank you for your time and patience, your participation is greatly appreciated.
If you would like a copy of the final series of questions, or if you have any
concerns/questions about the research process, please contact me via email at
Oroscocl ©csusb.edu or contact my Thesis Committee Chair Dr. Bichler at the
CSUSB, Department of Criminal Justice. Ph: 909-537-5506.
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CODEBOOK

Current Employment
Question 2:
1- None
2- Less than Half
3- Half of the Day
4-% of the Day
5- AII Day
Question 3:
0-No
Yes
1Question 4:
1- No
2-Yes
Question 5:
1- Day Shift
2- PM/Swing, Graveyard
Varying/Other
Question 7:
0-No
Yes
1Question 9:
O-Never
1- 0nce or Twice
2- Few Times
3- Almost Daily
4- Daily

Question 10:
O-Strongly Disagree
1- Disagree
2- No Opinion
3-Agree
4- Strongly Agree
Question 11:
0-Never
1- Monthly
2-Weekly
3- Daily
Question 12:
1- Single
2- Married or Partnered
3-Widowed
4- Divorced

Question 13: Job Industry
O-Criminal Justice
1- Other Public Service
Agency
2- Private Sector
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Inter-item Pearson Correlation Coefficients
Positive
SCB
Index

1.
2.

3,

4.

5.
6.

7.

8.

9.

10.

11.

Negative
SCB Index
Neg. Job
Environment
Index
Positive Job
Environment
Index
Alcohol
Dependency
Index
Time Serving
Public
Supervisory
Position
Must Find
Replacement
Works
Evening/
Night Shift
Years
Employed
Current
Position
Carries
Weapon
Age

12. Married/
Partnered
13. Female

1

2

3

4

5

6

7

8

9

10

11

12

13

.343“

-.220"

-.076

.042

-.080

.038

-.117

.020

.093

.022

-.050

-.014

.081

-.114

-.042

-.133

-.057

.115

.073

-.097

.034

-.115

.050

.237" -.024

.069

.203" .290"

-.028

.025

-.042

-.043

.024

,061

-.005

.091

.094

-.095

.109

.012

.030

-.144

.029

-.031

.040

-.047

.110

.108

*
.171

.014

.059

-.057

-.012

-.090 -.011

.072

-.064

.094

.040

-.005

.392" -.088 -.060 -.214
**

-.113

-.032

.069

.095

.239" .199"

.006

-.025

*
-.160

-.444"

.076

-.046 -.209“ -.119

.079

14. Public
Service
.083
.052 .044 .123 .013 -.858" .199
**
Employee
Note: significant values are coded as: * p<.05;" p<.001
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**
.602

.058

-.057

*
.164

.031

.058

.074

.051 -.237
**

.006

.003

**
.296

**
.228

**
.441

.083

**
.264

.081
**
.262

*
-.162
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